EXCUTIVE SUMMARY Background
Oregon, like all states across the U.S., has faced challenges in recruiting and retaining a diverse construction workforce. In 2011, the Oregon Bureau of Labor and Industries and the Oregon Department of Transportation partnered to fund the BOLI/ODOT Highway Construction Workforce Development Program, which is intended to improve the stability and diversity of the highway construction workforce by promoting recruitment and retention of apprentices. One component of this program is the Green Dot Bystander Intervention Program for the construction trades in Oregon, which seeks to reduce job site harassment by training workers to intervene when they observe harassment on the job site. This project is a collaboration between PSU researchers, BOLI/ODOT, Oregon Tradeswomen Inc, and Alteristic (the contractor who developed the Green Dot program). The role of PSU researchers on the project is to evaluate the effectiveness of the program on the pilot job site.
Method
To evaluate the program, PSU researchers will conduct three waves of surveys to assess changes in attitudes and behaviors related to workplace harassment. The wave one survey was administered on the pilot job site in the Portland, OR metro area in September 2017. The findings from this initial survey are reported here. Implementation began in October 2017. Wave two surveys are scheduled to be administered in August 2018; wave three surveys are scheduled to be administered in February 2019.
Overview of findings
 Demographics: A total of 31 workers completed the wave one survey. Participants were 90% male and 68% white (and non-Hispanic). 17% were apprentices, 37% were journey workers, and 40% were foremen/supervisors/superintendents/project managers (described as "supervisors" in this report).  Perceptions of reporting practices expected of company: 97% of respondents agreed that workers are expected to formally report harassment on the jobsite; 87% agreed supervisors address harassment on the jobsite when they see it; and 94% agreed consequences exist for employees who engage in harassment on the jobsite.  Attitudes towards jobsite harassment: 40% believed more should be done to address harassment on the job site; 48% agreed harassment negatively impacts safety on the jobsite, and 63% agreed harassment negatively impacts productivity on the job.  Harassment experienced and observed in the last month: 48% of workers reported experiencing harassing behaviors on the job site in last month; 48% reported witnessing harassing behaviors on the job site in last month. Women, people of color, journey workers and supervisors reported experiencing and seeing harassment more often than men, whites, and apprentices.  Attitudes towards intervening: 100% of workers said they might intervene if they saw a coworker being harassed. A minority of workers noted they might not intervene because it might make a coworker angry, they might get harassed, or they might lose their job.  Experiences intervening in the last month: 23% of workers reported they actually intervened in the last month. Directly intervening by checking to see if a co-worker was okay or telling someone to stop harassing a co-worker were the most commonly reported forms of intervention.
Next steps
Wave two surveys are scheduled to be administered in August 2018; wave three surveys are scheduled to be administered in February 2019. The pilot study will be evaluated as successful if reported levels of harassment go down and reported bystander interventions go up.
DEMOGRAPHICS
A total of 31 workers completed wave one surveys. Participants were: 90% male; 68% white (and non-Hispanic); and 17% apprentices, 37% journey worker, 40% foremen/supervisors/ superintendents/project managers (described as "supervisors" in this report). The full demographics of the sample are show in Appendix A.
PERCEPTIONS OF REPORTING PRACTICES EXPECTED OF COMPANY
97% of respondents agreed that workers are expected to formally report harassment on the jobsite, and 90% of respondents agreed workers are expected to informally report harassment on the jobsite. Only 19% of respondents agreed that workers are expected to deal with harassment on the jobsite on their own. 87% of respondents agreed supervisors address harassment when they see or hear it on the jobsite, and 94% agreed there are consequences for employees who harass other workers on the jobsite (Figure 1 ). 
ATTITUDES ABOUT JOBSITE HARASSMENT
13% of workers stated they believed harassment was a problem on the job site (although a much higher percentage reported experiencing or seeing harassing behaviors, see below). No workers reported considering leaving the trades because of harassment; however, 48% agreed harassment negatively impacts safety, and 63% agreed harassment negatively impact productivity (Figure 2 ). In addition, 40% of workers believed more should be done to address harassment on the job site. Women, racial minorities, and supervisors were more likely than non-Latino white men to agree harassment is a problem on the jobsite (see Appendix B). In open-ended questions, several participants noted examples of harassment they had observed:
Talking down to apprentices who are unfamiliar with the task being performed. Not having the experience does not mean they are incompetent.
Supervisor from a subcontractor stood above on the bank and yelled at employees.
Derogatory racial remarks.
Aggressive attitudes instead of explaining a situation.
A few participants noted in the open-ended question that there was no harassment on the job site:
I believe supervisors address harassment before it happens. There isn't any on this jobsite. I have seen none, [this company] has a strong policy to deal with these actions.
This job seems to be very good. Everyone gets along from what I see.
Women, people of color, journey workers, and supervisors report experiencing and seeing harassment more often than men, whites, and apprentices (see Appendix B). Figure 5 shows the demographic differences for one common type of harassment: being called names, yelled at, or cursed at on the job site. 
ATTITUDES TOWARDS INTERVENING
100% of workers said they might intervene if they saw a coworker being harassed. A minority of workers noted they might not intervene because it might make a coworker angry, they might get harassed, or they might lose their job. Men were more likely than women, racial/ethnic minorities were more likely than whites, and journey workers and supervisors were more likely than apprentices to agree or strongly agree they might not intervene because it might make a coworker angry. A greater percentage of women, racial/ethnic minorities, journey workers, and supervisors believed they might not intervene because they might get harassed. A greater percentage of men, journey workers, and supervisors believed they might not intervene for fear of losing their job (see Appendix B).
EXPERIENCES INTERVENING IN THE LAST MONTH
23% of the sample participated in a bystander intervention in last month. The average number of interventions was 2. As shown in Figure 6 , directly intervening by checking to see if a co-worker was okay or telling someone to stop harassing a co-worker were the most commonly reported forms on intervention. In responses to open ended questions, six (of 31) participants provided examples of how they had intervened when they had observed aggression on the job site:
An apprentice that worked for me got a degrading nick name and I pulled each crew member aside separately and in private and explained that was not going to be tolerated and why.
I stood up for a group of workers being unfairly yelled at I asked the person if they are ok and if I can help them.
A man said something about building our Mexican wall, he was joking, but I said that wasn't funny at all.
Many times. Changing the subject or deflecting from the person being talked down to I do this all the time as part of my role as supervisor and as a compassionate human.
Women, people of color, supervisors were more likely to engage in a bystander intervention in the last month (Figure 7 ). Journey workers were much less likely than others to intervene. It is noteworthy that journey workers report experiencing and seeing harassment at similar (or higher) rates than other groups but are less likely to intervene and seem more fearful of intervening (specifically, fearful of losing their job). 
NEXT STEPS
Wave two surveys are scheduled to be administered in August 2018; wave three surveys are scheduled to be administered in February 2019. The pilot study will be evaluated as successful if reported levels of harassment go down and reported bystander interventions go up. 
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APPENDIX C SURVEY QUESTIONNAIRE
Thank you for your participation in the evaluation of the Green Dot program Portland State University researchers are conducting an evaluation of the Green Dot program on construction job sites, which is designed to increase bystander behavior and reduce harassment, aggression, bullying, and hazing. The objective of the study is to learn more about people's experience with and observation of aggression on the job before and after the implementation of the Green Dot program. The study is sponsored by Oregon Tradeswomen, Inc., in collaboration with Portland State researchers and Green Dot Etc Inc. and in partnership with the Oregon Department of Transportation and the Bureau of Labor and Industries. If you choose to participate, you will be entered into a drawing for a $100 Fred Meyer gift card.
You will be asked to complete a short survey, which will take about 10 minutes. Your participation is voluntary. You don't have to answer any questions you don't want to answer and you can stop at any time. Your answers to this survey will be kept completely confidential. Only the Portland State researchers conducting the project will have access to your survey. The information you provide will be kept confidential and your responses will not be shared with your employer. In reports from this study, your name and identifying information will not be included. The risks to participating in the study are minimal (e.g. thinking about negative past or future experiences working in the construction trades). Benefits of the study include contributing to research that will potentially improve the experiences of future workers in the construction trades. You will receive a copy of the above information, along with contact information for the Portland State Human Subjects Research Review Committee and the Portland State researcher conducting this project. By continuing the survey, you give your consent to participate in the study. Been unfairly assigned to repetitive or low skill tasks (like cleaning or flagging).
Been unfairly given fewer work hours than other workers.
Experienced any harassment, aggression, bullying, or hazing by workers on this job site.
Seen others be called names, be yelled at, or be cursed at.
Seen others experience unwanted sexual attention or comments.
Heard offensive jokes or comments directed towards other workers.
Seen others be isolated or ignored at work.      Seen others be unfairly denied opportunities to learn new skills.
Seen others be unfairly assigned to repetitive or low skill tasks (like cleaning or flagging).
Seen others unfairly assigned fewer work hours than other workers.
Seen other workers experience any harassment, aggression, bullying, or hazing by workers on this job site. 
